While the literature supports the importance of establishing a relationship between designers and subject matter experts (SMEs) in the training design process, this approach is not followed in all global practices. The purpose of this study was to identify the perceptions of human resource development professionals in Taiwan regarding their working relationships with SMEs. The respondents of the study were HRD professionals who worked in high-tech companies located in a science park in Taiwan. The study found that a significant relationship exists between the ability to work with SMEs and current ability in the training design process among HRD professionals who had worked with SMEs. This study provides implications for the professional development of HRD practitioners and HRD practice in Taiwan companies. Cross-cultural issues are discussed to explain inconsistencies between the results and US-based perspectives on the training design process.
Introduction
More and more organizations are investing in training as a means to increase their competitiveness (Jones 2002) . Since employee requirements undergo constant change, training has become part of the strategic planning of most organizations (DeSimone and Harris 1998). Swanson (1990) among others has suggested that, when used appropriately, training programmes affect measures of organization performance. Training programmes in organizations are usually developed by specialists who identify with the human resource development (HRD) field. Among all the professional responsibilities of HRD professionals, the design of training represents a foundational activity (Gilley, Eggland, and Gilley 2002) . Indeed, training design often becomes part of most professional activities. Because of its prominence, the process of designing training programmes has generated much interest among practitioners and scholars in the HRD field. In general, the training design process represents a system approach to developing training programmes.
The literature reports somewhat varying components of the training design process. However, all the processes share the five basic phases: (1) analysing; (2) designing; (3) developing; (4) implementing; and (5) evaluating the training programmes. Reigeluth (1983) and Dick and Carey (1996) commonly refer to this process as the ADDIE model. The model suggests the steps of the process and the sequence in which they should be followed when engaging in the training design process. Recognition of the training design process as a system approach suggests that the training programme will be more efficient and more effective if the process has been used (Salas and Cannon-Bowers 2000) .
While the training design process identifies the various stages, the entire process involves much more than just following the ADDIE model. Of importance here is how the designers of training programmes engage in the process with subject matter experts (SMEs). To be effective, training designers must be able to design training programmes across many different subject areas, recognizing that they are not knowledgeable in the training content (Keppell 1997) . The training designers and SMEs need to work together on the training project through a distinct consultative process. In general, the training designer contributes knowledge and skills in different aspects of training design. The SME contributes insights and understanding about the content that could not possibly be learned by the training designer alone (Herling 2000) .
Recognizing that designers and SMEs do not typically work alone, the consultative process has become the best approach to establishing rapport, which goes a long way toward increasing the designer's credibility and expediting the information-gathering process (Yancey 1995) . Bratton (1983) and Rodriguez, Stephens and Arena (1991) suggested that an agenda containing a list of interview questions prior to the meeting should be prepared for the purpose of preventing any misunderstanding from occurring to establish trust and a commitment to the project on the part of the SME. In the interview process, the training designer always plays an active role and utilizes the multiple interview strategies to interest SMEs continuously to participate in the project and can affect the quality of the resulting instructional projects.
The process used by training designers in working with SMEs differs from the way instruction is developed in most school situations. In this situation, the teacher is presumed to have both knowledge in the subject matter and knowledge of the best ways of developing the lessons and delivering the lessons. This same arrangement is not possible in organizations because of the specialized areas that one might encounter. It would be impossible for any one individual to possess the knowledge and skills required to operate all the equipment in a manufacturing company.
Designing a training programme cannot be accomplished by only one person in the organization. Although an SME who works in the organization has in-depth knowledge and skills in the specific aspects of his/her job, he/she cannot design training programmes independently without professional knowledge about instructional methods. Moreover, the SME has not mastered other areas related to his/her job (Herling 2000) . Thus, HRD professionals play an important role not only in synthesizing the body of knowledge from more than one SME to ensure the accuracy and completeness of the training materials content and the appropriate level of difficulty (Davidove 1993) , but also in following the training design process. Constant collaboration between HRD professionals and SMEs can be the most efficient approach to simplifying the complex training design process.
Research problem
The literature states that the training is most effective when the designers and SMEs perceive themselves as professionals in collaboration in the training design process (Keppell 1997; Salas and Cannon-Bowers 2000) . This suggests that the designer has a different role to play in the training design process than the SME. The SME provides a perspective on the content while the designer provides a perspective on the design process. The ability of HRD professionals to design a training programme and to build the collaborative relationship with SMEs assumes great importance to the success of an effective training programme. As Lin and Jacobs (2004) emphasized, training effectiveness is mainly dependent on the training process that, in turn, depends on establishing a relationship between the SME and HRD professionals. Hence, there is a critical need for an effective and efficient method to assist HRD professionals and SMEs in collaborating on the training design process.
While the literature supports the importance of establishing a relationship between the designers and SMEs in the training design process, this approach is not followed in all global practices. In fact, often neither HRD professionals nor SMEs are aware that the process of consideration to design the training programmes is an efficient approach in the practice. Dick (1988) highlighted the finding that designers were not sufficiently confident of their skill in instructional design to carry out a project successfully or to establish a successful relationship with an SME. Likewise, the SMEs had concerns about the competence of the designer in terms of the training project and whether the training designers were capable of understanding the SMEs' comments (Rodriguez, Stephens, and Arena 1991) . Another critical challenge for SMEs is the need to assist the designers in conceptualizing the theoretical knowledge that comprises their jobs and in classifying and verifying the training content (Keppell 1997) .
Although the approach of collaboration between training designers and SMEs is not followed in all global practices, it is necessary to better understand the various perspectives of this relationship. Awareness of cultural differences can be a good way to share and understand the perspectives of a wide variety of approaches, worldviews, ways of solving problems, and ways of working, and such differences represent a rich, deep warehouse of knowledge and experience (Deal 2004) . As Lee and Rothwell have noted, 'HRD professionals must learn to function cross-culturally. It has long been debatable, however, whether the same competencies are equally important for HRD professionals across cultures ' (1995, 5) . Investigation of this issue becomes more interesting when the variety of perspectives existing across cultural and national boundaries is considered.
A review of HRD professionals' perceptions showed that the ability of HRD professionals to design training programmes and work with SMEs receives less emphasis in HRD departments in Taiwan business and industry compared to the United States. HRD professionals in Taiwan rarely recognize that training design is one of their job tasks. The reality is that external or internal SMEs and inside trainers play multiple roles and one person is often responsible for both providing the training content and designing the training materials, especially in technical skill training programmes (Chiu 2003; Chien 2003) . This is because technical skill training requires professionals who have specific domain expertise rather than novices to accomplish the training projects. For this reason, HRD professionals are not sure whether they have the ability to design this kind of technical skill training. In short, HRD professionals in Taiwan perceive a barrier based on the boundaries of the content differences. This leads HRD professionals to have difficulty in designing training programmes across the different content areas in current Taiwan practice.
If designing training programmes is an important competency of HRD professionals, and if the collaboration relationship between HRD professionals and SMEs has often been shown to contribute to designing training programmes, then more needs to be done to understand the perceptions of HRD professionals about their ability to work with SMEs in the training design process across different cultures and countries. 
Method

Research setting
Three criteria were used to identify a suitable research setting for this study: (1) high-tech organizations that have a human resource or training department as part of the organizational hierarchy; (2) high-tech organizations that include training as part of the annual financial benefits; and (3) high-tech organizations in which there is a high likelihood that HRD professionals will work with an SME with technical expertise and experience in the high-tech organizations. The research setting in this study was located in Hsin-chu Science Park (HSP) in Taiwan. HSP became the first science park in Taiwan in 1980; its mission was to establish a high quality research and development (R&D) base for the high-tech industry. A total of 370 high-tech companies were involved, representing semiconductors, personal computers, telecommunication, and optoelectronics industries. A total of 4340 Taiwanese scholars returning from overseas played a critical role in the evolution of the park during the past 23 years. These returnees not only contributed directly by establishing 119 companies in the park, but also brought technology and management skills that improved the general high-tech development of Taiwan (HSBIP 2005) . Thus, the people in this group working in the science park were identified as SMEs because most of them had in-depth knowledge and skills in a specific topic or aspect of their jobs.
Sample
The population consisted of HRD professionals who worked in the 314 high-tech companies located in Hsin-chu Science Park (HSP). A directory that lists the contact information of the companies was published by the HSP Association in 2005. The total population was about 314 HRD professionals. One HRD professionals selected represents one company. Based on the size of the population, the sample size, using the table provided by Krejcie and Morgan (1970) , was 175 HRD professionals from the total population. Thus, this study was able to meet the minimum sample size.
From the 314 HRD practitioners of the target population, 175 were selected randomly. The total number in the sample frame was 173. Two invitation letters sent via email failed to reach the participants because they had left their jobs. A total of 146 of 173 respondents completed the online survey, resulting in an overall response rate of 84.39% in this study.
Of the 146 respondents, 61 were classified as having experience in working with SMEs and 65 HRD professionals without experience in working with SMEs. The demographic characteristics in this study included six questions: organization size, education level, years of work experience, years of work experience in HR-related jobs, experience in designing training programmes, and sources of professional development as shown in Table 1 .
Independent variables measures
There are two independent variables in this study: (1) the current ability of HRD professionals in the stages of the training design process and (2) the desired ability of HRD professionals in the stages of the training design process. These variables were operationally defined as the perceptions of HRD professionals about their current ability and desired ability in the stages of the training design process. The stages of the training design process were comprised of: (1) analysis; (2) design and development; (3) implementation; and 4) evaluation. The questionnaire items were adapted from IBSTPI (1988). The respondents completed 42 seven-point Likert-type scales ranging from 1 to 7, in which 1 represented 'low ability' and 7 represented 'high ability' based on the selected 21 items.
The questionnaire items were factor-analysed using principle component analysis to extract and interpret the factors to reduce the measured variables into a smaller set of combined components that captured as much variance as possible among the measured variables with a small number of components (Yang 2005) . The number of factors to be extracted and rotated was determined using an eigenvalue equal to or greater than 1.0 and factor loading equal to or greater than .50 was set as rigorous criteria for the loadings of a variable to be included in description of a factor (Afifi, Clark, and May 2004) . In this study, the result of the extraction of factors, eigenvalues, and the percentage of variance explained in the analysis of the 21 items regarding the current ability of HRD professionals and regarding the desired ability of HRD professionals as noted in Table 2 .
Dependent variable measures
The dependent variable was the ability of HRD professionals to work with SMEs. This variable was operationally defined as the perception of HRD professionals to successfully interact with SMEs, using both written and oral means during the training design process. The eight-item questionnaire was adapted from Block (1981) and the IBSTPI (1988) and was measured by using a seven-point Likert-type scales ranging from 1 to 7, in which 1 represented 'low ability' and 7 represented 'high ability'.
The main applications of the confirmatory factor analysis techniques were used to confirm a predetermined factor structure based on theory or previous research (Yang 2005) . In this study, the eight items were confirmed to represent the dimension called 'the ability of HRD professionals in working with SMEs' as noted in Table 3 .
Reliability
The survey was through translation process between English and Chinese to ensure that the words matched the meaning with minimal error. The English version of the initial survey was prepared by the author. The study was translated into Chinese by a doctoral student from Taiwan. To validate the initial translation, the Chinese version was translated back to English by another doctoral student specializing in human resource development at the Ohio State University. 2. Obtain a commitment from the SME to be involved in the training project .905
3. Prepare an agenda for each meeting with the SME .851 4. Provide examples to ensure the SME understands how the training will be carried out .815
5. Ensure that the SME understands the target objective of the training programme .808
6. Use open-ended questions to prompt the SME to provide more detailed information .876
7. Ask the SME to review the training programme to identify weaknesses or missing components .876
8. Renegotiate with the SME regarding the design of the training programme .919 To insure the reliability of the instruments, a pilot study can be implemented. The revised survey in the Chinese version was pilot-tested by 35 people who were HRD scholars or HR related practitioners in Taiwan who could speak Mandarin and write traditional Chinese. The hyperlink of the pilot web-based survey was sent to them via email and they were asked to return the survey within ten days. The purpose was to identify confusing items, to provide suggestions for improving the format and wording, and to evaluate the overall appearance of the instrument. The answers from the pilot test participants have not been included in the data.
To test the instrument for internal consistency, the survey instrument was also assessed by Cronbach's alpha analysis using data from the actual study. According to McMillan and Schumacher (1997, 240) , a coefficient of .90 indicates a highly reliable instrument, but 'coefficients ranging from .70 to .90 are acceptable for most instruments'. Table 2 and  Table 3 show the Cronbach's alpha coefficient in the independent and dependent variables for the survey responses.
Data collection
Before collecting the data, the process of randomly recruiting 175 participants had been done by either sending the recruitment letter via email or making a phone call to HR departments. The email addresses of HR departments were obtained by searching the company websites or the directory published by the HSP Association. In making phone calls, the researcher contacted the operator first and asked to be transferred to the training design representative in the HR department. The purpose of the recruitment via email or phone calls was to explain the purpose of this study, to obtain contact information, to address the confidential and anonymous manner in which this survey would be conducted, and to inform those willing to participate that the survey would be sent out one month later.
A letter of invitation with the hyperlink of the anonymous five-page online survey in Chinese was sent out by email to 175 participants in the high-tech companies located in Hsin-chu Science Park (HSP), Hsin-chu, Taiwan. The invitation letter stated the researcher, the topic of the survey, the length of the survey, the confidentiality and the deadline for response to the survey. When the online surveys were sent out, the researcher made phone calls and sent emails to encourage the participants to respond. Two weeks later, a reminder was sent via e-mail to all of the participants.
Data analysis
In order to answer research questions 1 and 2, a paired t-test was used to examine whether there was a statistical difference between the two independent variables, the current ability and desired ability in the stages of the training design process, and Pearson productmoment correlation was used to determine whether a relationship existed between the two independent variables. In order to respond to research question 3, a one-way ANOVA test was conducted to determine the differences in two independent variables in terms of the five demographic characteristics: (a) organization size; (b) education level; (c) years of work experience; (d) years of work experience in HR-related jobs; and (e) experience in designing training programmes. The Chi-square test was used to measure the differences between two groups, HRD professionals who had and who had not worked with SMEs, in terms of their demographic characteristics. In order to respond to research question 4, one-way ANOVA test was conducted to determine the differences in the dependent variable, the ability of HRD professionals to work with SMEs, in terms of the five demographic characteristics. In order to respond to research question 5, Pearson productmoment correlation and simple linear regression analysis techniques were used to examine the relationships among the independent and dependent variables.
Results
Research question 1
As presented in Table 4 , the results from a series of paired t-tests showed that there was not a significant difference between the current and desired ability in the analysis stage (t ¼7.557), in the design and development stage (t ¼7.893), in the implementation stage (t ¼7.569), or in the evaluation stage (t ¼7.396) at the alpha level of .05. In addition, Pearson product-moment correlation was used to determine that there was a significant moderate relationship (r ¼ .43) between the current and desired ability of HRD professionals in the stages of the training design process at the alpha level of .05. In particular, their current ability and desired ability had a significant moderate correlation in the analysis stage (r ¼ .44, p 5 .05) and in the design and development stage (r ¼ .43, p 5 .05), and a significant low correlation in the implementation stage (r ¼ .30, p 5 .05) and the evaluation stage (r ¼ .30, p 5 .05).
Thus, the results showed no difference between the current and desired ability in the stages of the training design process among HRD professionals. This means that there was no perceived difference between HRD professionals' current and desired ability.
Research question 2
As presented in Table 4 , the results from a series of paired t-tests showed among HRD professionals who had worked with SMEs showed that there was no significant difference between the current and desired ability in the analysis stage (t ¼ .494), the design and development stage (t ¼ .037), the implementation stage (t ¼ .535) or the evaluation stage (t ¼ .517) at the alpha level of .05. Among HRD professionals who had not worked with SMEs, there was also no significant difference between the current and desired ability in the analysis stage (t ¼71.460), the design and development stage (t ¼71.149), the implementation stage (t ¼71.391) or the evaluation stage (t ¼71.108) at the alpha level of .05. In addition, Pearson product-moment correlation was used to determine that among HRD professionals who had worked with SMEs, there was a significant low relationship between the current and desired ability in the stages of the training design process (r ¼ .34, p 5 .05). In particular, for the group of HRD professionals who had worked with SMEs, their current ability and desired ability had a significant low correlation in the analysis stage (r ¼ .31, p 5 .05) and a significant moderate correlation in the design and development stage (r ¼ .42, p 5 .05), but were not significantly correlated in the implementation stage (r ¼ .21, p 4 .05) or the evaluation stage (r ¼ .23, p 4 .05). On the contrary, among HRD professionals who had not worked with SMEs, there was a significant moderate relationship between the current and desired ability in the stages of the training design process (r ¼ .44, p 5 .05). In particular, for the group of HRD professionals who had not worked with SMEs, their current ability and desired ability showed significant moderate correlation in the analysis stage (r ¼ .56, p 5 .05) and significant low correlation in the design and development stage (r ¼ .36, p 5 .05), the implementation stage (r ¼ .34, p 5 .05) and the evaluation stage (r ¼ .39, p 5 .05).
Thus, the results showed no difference between the current and desired ability in the stages of the training design process among HRD professionals who had and who had not worked with SMEs. This means that there was no perceived difference between the current and desired ability among HRD professionals who had and who had not worked with SMEs.
Research question 3
As presented in Table 5 , the result from the one-way ANOVA analysis showed that among HRD professionals who had not worked with SMEs, education level (F ¼ 4.573, p 5 .05), years of work experience in HR related jobs (F ¼ 2.963, p 5 .05) and experience in designing training programmes were significantly related to current ability in the training design process (F ¼ 11.685, p 5 .05). This result means that the higher the education level, years of work experience in HR related jobs, and experience in designing training programmes of the HRD professionals who had not worked with SMEs, the higher their perceived current ability in the training design process.
In addition, the results of the Pearson Chi-square analysis presented in Table 1 showed that there was a significant low relationship between the education level of HRD professionals who had and those who had not worked with SMEs (Cramer's V ¼ .305) and there was a significant low relationship between experience in designing training programmes of HRD professionals who had and those who had not worked with SMEs (Phi ¼ .281). This means that a higher percentage of HRD professionals who had worked with SMEs had obtained master's degrees and had experience in designing training programmes compared to HRD professionals who had not worked with SMEs.
As shown in Table 1 , a higher percentage of HRD professionals who had not worked with SMEs had obtained bachelor's degrees (50.8%) while a higher percentage of HRD professionals who had worked with SMEs had obtained master's degrees (49.2%). A higher percentage of HRD professionals who had worked with SMEs (80.3%) had experience in designing training programmes compared to HRD professionals who had not worked with SMEs (53.8%).
Research question 4
The result from the one-way ANOVA analysis showed that among HRD professionals who had worked with SMEs, education level was significantly related to ability to work with SMEs (F ¼ 2.916, p 5 .05). This result means that the higher the education level of HRD professionals, the higher the perceived ability of the HRD professionals to work with SMEs.
Research question 5
The results from Pearson product-moment correlation and simple linear regression analysis showed a significant relationship between the ability to work with SMEs and current ability in the training design process among HRD professionals who had worked . This means that current ability in the stages of the training design process cannot predict or explain the ability of HRD professionals in working with SMEs in more detail.
Discussion
This study found no significant difference between HRD professionals' perceived current and desired ability in the stages of the training design process. The result that HRD professionals' perceived current ability was not different from their desired ability was surprising. The result can be interpreted in two ways. First, it can be interpreted that the HRD professionals might not like to admit their weakness or lack of ability in training design, which caused a response bias. They pretended to have sufficient ability to design training programmes so that they rarely indicated a desire to improve their training design ability. Such a response might have been caused by the cultural difference between the United States and Asia. Two examples from research in Asian countries support this explanation. Chen (2005) demonstrated in a study of competencies of Taiwan HRD practitioners that the majority of the respondents perceived their competence to be in basic and intermediate levels. Few of them perceived their competence to be in advanced or expert levels. Lee (2004) demonstrated that Korean frontline employees, middle managers and senior managers rated their perceived dimensions of work knowledge higher at the time of the study than as performed three years previously. Second, the result might be interpreted as an indication that the HRD professionals were not sure of what they knew and were not aware of what they did not know. It is more likely that this interpretation describes the actual situation. One reason for accepting this interpretation is that at the time of this study HRD professionals in Taiwan were not knowledgeable about the proposition that the design of training programmes should be based on the training design process. For this reason, the HRD professionals may have experienced difficulty in responding to the items regarding the training design competencies classified by the five steps of the training design process. A second reason is that the HRD professionals in Taiwan at this time rarely recognized training design as part of their jobs. SMEs or inside trainers were responsible for both providing the training content and designing the training materials, especially in technical skills training programmes (Chiu 2003; Chien 2003) . For these reasons, it is probable that the HRD professionals were not sure of the level of their current ability in the training design process and had difficulty identifying a need or desire to improve their training design ability.
This study also found 31 of the HRD professionals who participated in this study had experience in working with SMEs (48.41%). The results showed a significant positive relationship between their current ability in the training design process and their ability to work with SMEs. This suggests that the higher the current ability of HRD professionals in the training design process, the higher their ability to work with SMEs. Two interpretations may explain this result. First, the results could be that success in designing training programmes is based on building a collaborative relationship with SMEs. This result was consistent with the proposition that training effectiveness is mainly dependent on establishing a helping relationship between SMEs and HRD professionals. Hence, there is a critical need for an effective and efficient method to assist HRD professionals and SMEs in collaborating on the training design process (Lin and Jacobs 2004) . Second, HRD professionals perceived that they were capable of designing training programmes as they engaged in each stage of the training design process, and, furthermore, this was related to whether they had higher ability to work with SMEs through the consultation process.
A higher percentage of HRD professionals who had worked with SMEs had obtained master's degrees (49.2%) and perceived that their ability to work with SMEs was influenced by education level. On the other hand, a higher percentage of HRD professionals who had not worked with SMEs had obtained bachelor's degrees (50.8%) only and perceived that their current ability in the training design process was influenced by education level as well. This result was not surprising to the researcher. It was interpreted as an indication that HRD professionals viewed the education system in universities or colleges as the main source of their professional development and that it informed what they knew or did not know about themselves. However, the results demonstrated that the majority of HRD professionals in Taiwan at the time of this study indicated that the academic education system in universities and colleges did not provide all that they needed to develop their ability so that self-learning and learning outside the organization were the major methods of obtaining the knowledge and skills needed to approach the design of training programmes.
Among HRD professionals who had not worked with SMEs, perceived current ability in the training design process was influenced by their experience in designing training programmes. Forty-nine of the HRD professionals not only had experience in working with SMEs but also had experience in designing training programmes (80.3%). HRD professionals who had not worked with SMEs had experience in designing training programmes (53.8%). In other words, a higher percentage of HRD professionals who had worked with SMEs had experience in designing training programmes compared to HRD professionals who had not worked with SMEs. In fact, this was interpreted as an indication that experience in designing training programmes was viewed as the first step in approaching training design programmes. Without experience in designing training programmes, it must be very difficult for HRD professionals in Taiwan to understand what their current ability in the training design process is and to start a dialogue with SMEs regarding the design of training programmes.
Among HRD professionals who had not worked with SMEs, perceived current ability in the training design process was influenced by the years of work experience in HRrelated jobs. Of HRD professionals who had not worked with SMEs, 47.7% had 1-5 years of professional experience in HR-related jobs. This indicates that the adaptive time of learning the HR area in the actual work environment is still an important component in the preparation of HRD professionals that helps them realize what they are able to perform in their jobs and develop such abilities as training programme design.
Implications
This study partially demonstrated the extent to which HRD professionals in Taiwan value working with SMEs during the training design process. The study did not address the actual way in which HRD professionals extract the necessary training content, how HRD professionals and SMEs interact with each other, or what kinds of questions regarding the design of training should be proposed. Further research should be conducted in these areas.
First, the data examined in this study was based on perceptions. The results might differ for data based on actual performance. Thus, additional research should examine whether the actual ability of Taiwan HRD professionals in the training design process is congruent with their perceptions of their ability. Second, the education level had an influence on the perceived ability to work with SMEs among HRD professionals who had worked with SMEs and the perceived current ability in the training design process among HRD professionals who had not worked with SMEs as well. Thus, education level was related logically to the development of their ability. Further research can examine whether HRD professionals' major fields are in any way related to their ability to design training programmes and to work with SMEs. Third, this study demonstrated that the role of SMEs to assist HRD professionals through conceptualizing their theoretical knowledge and contributing their practical experience to the training content could in part influence the ability of HRD professionals to design training programmes. However, the perceived ability of SMEs was not part of the study. A proposed approach for future study is to determine what competencies SMEs perceive can assist HRD professionals in designing training programmes.
Fourth, this research may be replicated in other Asian countries, such as Mainland China, Japan or Singapore, since Taiwan and these countries have similar cultural backgrounds and no research of this kind has been conducted in these countries. Fifth, additional research can be conducted in which the criteria for training design competencies and the ability to work with SMEs can become the competencies of HRD professionals needed to meet the requirements of ISO 10015 (Saner-Yiu et al. 2005) , the standardization of quality of training. Such research would be useful as most HRD professionals in the organizations are responsible for the training programmes. Helping an organization acquire ISO10015 certification has become one of the main tasks of HRD professionals. Thus, there is a need to ensure that HRD professionals have sufficient ability to design training programmes in order to fulfil the second step of ISO 10015 -design and plan training. Finally, follow-up research studies that utilize qualitative data, such as in-depth interviews to acquire more substantial data, are encouraged to confirm what tasks the HRD professionals are responsible for in training design programmes, especially in technical skills training programmes. Also, it is necessary to confirm how much HRD professionals know about the systematic training design process at present because this result revealed that an instrument defining training design competencies as categorized by a systems approach, ADDIE, seemed difficult, confusing, and too complicated for them to understand. The second unexpected result was that the organization size and years of work experience were not related to the HRD professionals' current ability, desired ability or ability to work with SMEs.
